Faculty Satisfaction and Work-Family Enrichment: The Moderating Effect of Human Resource Flexibility  by Michel, Robert Daniel Jijena & Michel, Carlos Eduardo Jijena
 Procedia - Social and Behavioral Sciences  46 ( 2012 )  5168 – 5172 
1877-0428 © 2012 Published by Elsevier Ltd. Selection and/or peer review under responsibility of Prof. Dr. Hüseyin Uzunboylu   
doi: 10.1016/j.sbspro.2012.06.402 
WCES 2012 
Faculty satisfaction and work-family enrichment: The moderating 
effect of human resource flexibility 
 
Robert Daniel Jijena Michel a *, Carlos Eduardo Jijena Michel b  
aVrije Universiteit Brussel, Belgium 
bUniversidad Autónoma Juan Misael Saracho, Avenida Horacio Aramayo Nro. 1212, Tarija, Bolivia 
 
Abstract 
This paper analyzes the relationship between work-family enrichment and faculty job satisfaction, as well as the moderating 
effect of human resource flexibility. Data were collected with surveys from teachers of Economics and Finance Faculty at Juan 
Misael Saracho Autonomous University. Results show that work-family enrichment is related to job satisfaction, while family-
work enrichment is not. Furthermore, human resource flexibility moderates the relationship between work-family enrichment and 
job satisfaction, and it makes also relevant the impact of family-work enrichment on faculty satisfaction. Findings could help to 
design policies of work-family balance and human resource flexibility, in order to improve faculty satisfaction. 
© 2012 Published by Elsevier Ltd. 
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1. Introduction 
The aim of our research is to propose an empirical model to estimate the level of faculty satisfaction with the 
teaching role, through the link with work-family enrichment (in both directions). We also analyze the moderating 
effect of human resource flexibility on the relationship between work-family enrichment and job satisfaction. Then, 
the research problem is stated in the following question: will the moderating effect of human resource flexibility 
affect on faculty satisfaction? Additionally, we check the influence of job satisfaction on organizational commitment 
in order to highlight the organizational relevance of job satisfaction. There is extensive literature on work-family 
conflict, which refers to the incompatibility between work and family, and its negative consequences on individual 
health and organizational performance (Eby et al., 2005). Recently, researchers have made efforts to examine the 
positive impact of work-family interface, also referred to as work-family enrichment (Greenhaus & Powell, 2006; 
Rotondo & Kincaid, 2008), on the attitude and behavior of individuals. In general, there is little research on work-
family enrichment. This paper focuses on the positive side of work-family interface and its relationship to job 
satisfaction.  
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2. Theoretical background 
Job satisfaction is defined as the extent to which a person likes his/her work and has an impact on personal well- 
being, even on the satisfaction of employee's life (Spector, 1997). Desselle and Conklin (2010) mention that an 
evidence-based approach is required when developing management strategies create an academic department or an 
institutional environment conducive to teacher's satisfaction, commitment and retention. Thus, the study of teacher 
satisfaction and its components is a pre-requisite for positive changes in an institution or university. These authors 
indicate that the evidence suggests that job satisfaction of faculty members is an important mediator of 
organizational commitment, staff turnover and productivity. Job satisfaction has been recognized as a component of 
organizational commitment (Kovach, 1977).  
Work-family enrichment is defined as the extent to which experiences in one role or function, improve quality of 
life (performance or affection) in another role or function (Greenhaus & Powell, 2006). Work-family enrichment is a 
construct that represents the extent to which work and family benefit from each other (in both directions), but has 
been largely ignored in the scientific literature (Carlson et al., 2006). Work-family enrichment is considered one of 
the most significant dimensions of work-family balance (Allis & Both enrichments have shown 
to be positively related to individual's mental health (Aryee et al., 2005) and organizational results, such as job 
satisfaction (Beutell & Witting-Berman, 2008; Hammer et al., 2005) and organizational commitment (Wayne et al., 
2006; van Steenbergen et al., 2007). However, studies on work-family enrichment are still scarce to confirm their 
results (Baral & Bhargava, 2010). Then, we postulate that: 
H1: -family enrichment is positively related to job satisfaction. 
H2: -work enrichment is positively related to job satisfaction. 
Flexibility of human resources is one facet of organizational flexibility. It is therefore an organization's specific 
ability to deal appropriately and timely manner to competitive and dynamic environments, situations or experiences 
related to the management of people that work in the organization (Dreyer & Gronhaug, 2004). Human resource 
flexibility refers to the management and use of the work force. It can be defined as the ability of the organization to 
change the use of the labor factor (in terms of volume, qualification and time), according to the fluctuations and 
changes in the levels and structure of the demand (Blyton & Morris, 1992). Human resource flexibility is derived 
from a series of flexible policies and practices that are managed in the human resource area (Kalleberg, 2001) and 
help the employees to deal with the demands of their work and personal life (Hill et al., 2008). It is for this reason 
that it could be considered as work-life benefits (also called family friendly policies). This flexibility provides a 
context of high corporate performance in a dynamic environment by managing employee's behavior at the 
individual, group and organizational level (Raisch & Birkinshaw, 2008). 
These kind of policies or practices creates a sense of security for employees that their organization cares about 
their welfare, needs and problems (Lewis, 2003). According to the Theory of Perceived Organizational Support and 
Social Exchange Theory, this feeling of supporting increases positive attitudes toward the organization and 
promotes innovation, participation and a felt obligation to give extra effort in exchange of such benefits (Lambert, 
2000). Human resource flexibility could be considered a tool to manage work-family balance because it can be 
useful for workers and the organization. Recently, McNall et al. (2010) suggest that perceptions of work-family 
enrichment combined with the availability of organizational flexibility (e.g. human resource flexibility) could be 
positive for job satisfaction. Then, we also pose that: 
H3: -family 
enrichment and job satisfaction. 
H4: -work 
enrichment and job satisfaction. 
The research model is proposed in Figure 1.   
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Figure 1.  Research Model: Work-Family Enrichment and Job Satisfaction 
3. Methodology 
We developed a questionnaire based on scientifically tested and validated scales. Six items were used for each 
type of enrichment (Carlson et al., 2006), four items for human resource flexibility (Ketkar & Sett, 2010), four items 
for job satisfaction (Agho et al., 1992) and three items for organizational commitment (Meyer et al., 1993). All 
items were quantified by perception measures, using a Likert scale from 1 to 7. We also collected demographic 
information (number of dependents and income). The questionnaire was applied to the total population of teachers 
from Economics and Finance Faculty of Juan Misael Saracho Autonomous University, during September and 
October, 2010. 131 forms were delivered and we recovered 125 fully completed surveys, representing a response 
rate of 95%. The sampling error is 2% for a confidence level of 95%. Factor and reliability analyses were performed 
to identify and validate the constructs of the model. Subsequently, a confirmatory study was developed to test the 
proposed model through structural equation methodology (SEM Structural Equation Model), using EQS 6.1 
software. The estimation method applied was robust maximum likelihood, which assumes the normality of the 
variables and introduces the necessary corrections in cases where this is not met (Bentler, 1995). To analyze the 
moderating effect of human resource flexibility, . 
4. Results 
Goodness of fit statistics for the overall general research model were: Robust Root Mean Square Error of 
Approximation (RMSEA = 0,08), Standardized Root Mean Square Residual (SRMR = 0,074), Goodness-of-Fit 
Index (GFI = 0,861), Adjusted Goodness-of-Fit Index (AGFI = 0,879), Robust Normed Fit Index (NFI = 0,864) and 
According to the recommended levels 
(Schumacker & Lomax, 1996), the model fit is acceptable. Table 1 shows the  coefficients and their robust t 
statistics. Work-family enrichment is significant to job satisfaction ( : 0,458 ***). In contrast, family-work 
enrichment is not ( : 0,125). Then, H1 is accepted and H2 is rejected. Note that job satisfaction is relevant to 
organizational commitment ( : 0,222 **).   
Table 1: coefficients and robust t statistics of the proposed model 
 
 
*** Significant at 99% of confidence level 
**   Significant at 95% of confidence level 
*     Significant at 90% of confidence level 
Structural models were fitted based on the moderating scenarios of human resource flexibility for each kind of 
enrichment, taking into account information of the latent variables and without considering the interaction term (as 
the Latent Variable Score Approach indicates). Goodness of fit statistics were acceptable in both cases (see Table 2). 
Table 2: Goodness of fit statistics of structural equation models:  
Structural Equation Model: 
calculated with latent variables
# Depen-
dents Income WFE FWE Satisfaction R
2
Satisfaction = f (# of dependents, 
income; WFE, FWE) 
 coeficient 
robust t 
0,144      
(2,430**)
-0,007       
(-0,067)
0,458  
(2,855***)
0,125       
(0,850) --- 0,246
Commitment = f (satisfaction)  coeficient 
robust t 
0,032 
(1,617)
-0,002       
(-0,067)
0,102 
(1,857*)
0,028       
(0,803)
0,222  
(2,198**)
0,049
Job 
Satisfaction 
Organizational 
Commitment 
Family-Work Enrichment (FWE) 
Human Resource Flexibility (HRF) Demographic Variables: 
Number of Dependents and Income 
Work-Family Enrichment (WFE) 
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Human resource flexibility and work-family enrichment (WFE) or family-work enrichment (FWE) 
 
 
df: degrees of freedom 
2 S-B: Satorra-Bentler Scaled Chi-square  
Subsequently and based on the score factors, structural models were raised taking into account the moderating 
effect (interaction term) and the respective coefficients were obtained (see Table 3). According to the Latent 
Variable Score Approach, a significant coefficient for the interaction term means that the variable moderates the 
analyzed relationship. So, results show that human resource flexibility moderates the relationship between 
enrichment (  work-family and  *** for family-work) and job satisfaction.  Then H3 and H4 
are accepted. 
Table 3: coefficients of the structural models that include the interaction term between  
human resource flexibility and work-family enrichment (WFE) or family-work enrichment (FWE) 
 
 
*** Significant at 99% of confidence level 
**   Significant at 95% of confidence level 
*     Significant at 90% of confidence level 
5. Conclusions 
Based on the findings, it was determined that family-work enrichment is not related to job satisfaction. Thus, it 
makes sense to think that if the employee perceives that family is the source of the enrichment to his work role, then 
his job because it is not the generator of such benefit (Wayne et al., 2006). On the other 
side, it is found that work-family enrichment is a useful and important tool for promoting improvements in job 
satisfaction of teachers. It is recommended to allocate efforts, resources, policies and organizational practices that 
encourage work-family enrichment, since its effect is significant and positive to job satisfaction. It is noteworthy 
that human resource flexibility is a helpful management tool to balance work and family life because of its positive 
moderating effect on work-family enrichment and job satisfaction. Notice that family-work enrichment as such is 
not related to job satisfaction, but this situation is reversed due to the intervention of human resource flexibility (the 
moderating effect), which favors the employee in the conciliation of work and family life. 
Family is in principle the most important and fundamental aspect in the life of human beings and their self-
realization. If the organization is able to link work and family in a positive way, so that the individual perceives that 
his participation at work generates him positive benefits directly to his personal and family life, then the 
organization will identify a key tool for human resource management that benefits both employees and employers. 
Work-family enrichment allows for the alignment of individual and organizational goals, one of the most important 
dilemmas in organizational management (Robbins 2004). Research results suggest that university directors should 
be encouraged to adopt and manage work-family enrichment policies because of the positive contribution to 
, which consequently benefits organizational commitment. The moderating effect of human 
resource flexibility is crucial in the relationship between work-family enrichment and faculty job satisfaction. 
Estimated Model (Latent Variables) df X2 S-B RMSEA SRMR GFI AGFI NFI CFI
Satisfaction = f (WFE, HR flex) 75 122,2529 0,071 0,076 0,857 0,879 0,873 0,908
Satisfaction = f (FWE, HR flex) 75 152,2535 0,091 0,077 0,854 0,872 0,864 0,964
Recommended Acceptance Level Lower than 0,1
Lower 
than 0,08
Close to 
0,9
Close to 
0,9
Close to 
0,9
Close to 
1
Structural Equation Model: 
calculated with score factors: SF WFE FWE
HR 
Flexibility 
(HRF)
Moderator 
HRF_WFE
Moderator 
HRF_FWE R
2
Satisfaction = f (WFE, HR flex, 
interaction term)
 coeficient 
robust t 
0,063      
(0,543)
--- -0,159      
(-1,675*)
0,536  
(5,683***)
--- 0,317
Satisfaction = f (FWE, HR flex, 
interaction term)
 coeficient 
robust t 
--- -0,118       
(-1,119)
-0,250      
(-3,173***)
--- 0,626       (8,086***) 0,468
5172   Robert Daniel Jijena Michel and Carlos Eduardo Jijena Michel /  Procedia - Social and Behavioral Sciences  46 ( 2012 )  5168 – 5172 
6. Limitations 
Our research uses cross-sectional data, helpful to test our model.  However, dynamic relationships could also be 
studied using longitudinal information. One single organization was analyzed, so larger samples could be considered 
with overcoming budgetary constraints.  Samples with diverse organizations and sectors will allow establishing data 
comparisons and generalizations. It could be interesting to study organizational culture and values in the perception 
of work-family enrichment and human resource flexibility. Future research could analyze more comprehensive 
models that also include job performance, productivity or profitability, as dependent variables, in order to study the 
contribution of work-family enrichment and human resource flexibility in other organizational outcomes. 
References 
Agho, A. O., Price, J. L., & Mueller, C. W. (1992). Discriminant validity of measures of job satisfaction, positive affectivity and negative 
affectivity. Journal of Occupational and Organizational Psychology, 65 (3), 185-196. 
Allis, P., & . Positive effects of nonwork-to-work facilitation on well-being in work, family and personal domains. Journal 
of Managerial Psychology, 23 (3), 273-291. 
Aryee, S., Srinivas, E. S., & Tan, H. H. (2005). Rhythms of life: Antecedents and outcomes of work-family balance in employed parents. Journal 
of Applied Psychology, 90 (1), 132-146. 
Baral, R., & Bhargava, S. (2010). Work-family enrichment as a mediator between organizational interventions for work-life balance and job 
outcomes. Journal of Managerial Psychology, 25 (3), 274-300. 
Bentler, P. M. (1995). EQS structural equations program manual (7ma ed.  
Beutell, N. J., & Wittig-Berman, U. (2008). Work-family conflict and work-family synergy for generation X, baby boomers, and matures: 
Generational differences, predictors, and satisfaction outcomes. Journal of Managerial Psychology, 23 (5), 507-523. 
Blyton, P., & Morris, J. (1992). HRM and the limits of flexibility. In Blyton, & Turnbull (Eds.), Reassessing Human Resource Management. 
London: SAGE publications Ltd. 
Carlson, D. S., Kacmar, K. M., Wayne, J. H., & Grzywacz, J. G. (2006). Measuring the positive side of the work-family interface: Development 
and validation of a work-family enrichment scale. Journal of Vocational Behavior, 68, 131-164. 
Desselle, S., & Conklin, M. (2010). Predictor of pharmacy faculty work satisfaction. Currents in Pharmacy Teaching and Learning, 2, 20-30. 
Dreyer, B., & Gronhaug, K. (2004). Uncertainty, flexibility, and sustained competitive advantage. Journal of Business Research, 57 (5), 484-494. 
Eby, L. T., Casper, W. J., Lockwood, A., Bordeaux, C., & Brindley, A. (2005). Work and family research in IO/OB: Content analysis and review 
of the literature (1980-2002). Journal of Vocational Behavior, 66, 124-197. 
Greenhaus, J. H., & Powell, G. N. (2006). When work and family are allies: A theory of work-family enrichment. Academy of Management 
Review, 31, 72-92. 
Hammer, L. B., Neal, M. B., Newson, J. T., Brockwood, K. J., & Colton, C. L. (2005). A longitudinal study of the effects of dual-earner c
utilization of family-friendly workplace supports on work and family outcomes. Journal of Applied Psychology, 90 (4), 799-810. 
Hill, E. J., Grzywacz, J. G., Allen, S., Blanchard, V. L., Matz-Costa, C., Shulkin, S., & Pitt-Catsouphes, M. (2008). Defining and conceptualizing 
workplace flexibility. Community, Work, and Family, 11, 149-163. 
 G. (2000). Latent Variables Scores and their uses. Lincolnwood: Scientific Software International Inc. 
Kalleberg, A. (2001). Organizing flexibility: The flexible firm in a new century. British Journal of Industrial Relations, 39 (4), 479-504. 
Ketkar, S., & Sett, P. K. (2010). Environmental dynamism, human resource flexibility, and firm performance: Analysis of a multi-level causal 
model. The International Journal of Human Resource Management, 21 (8), 1173-1206. 
Kovach, K. A. (1977). Organization size, job satisfaction, absenteeism and turnover.  Washington D.C.: University Press of America. 
Lambert, S. J. (2000). Added benefits: The link between work-life benefits and organizational citizenship behavior. Academy of Management 
Journal, 43, 801-815. 
Lewis, S. (2003). Flexible working arrangements: Implementation, outcomes and management. In C.L. Cooper, & I.T. Roberts (Eds.), Annual 
Review of Industrial and Organizational Psychology (pp. 1-28). New York: Wiley. 
McNall, L. A., Masuda, A. D., & Nicklin, J. M. (2010). Flexible work arrangements, job satisfaction, and turnover intentions: The mediating role 
of work-to-family enrichment. The Journal of Psychology, 144, 61-81. 
Meyer, J. P., Allen, N. J., & Smith, C. A. (1993). Commitment to organizations and occupations: Extension and test of a three component 
conceptualization. Journal of Applied Psychology, 78, 538-551. 
Raisch, S., & Birkinshaw, J. (2008). Organizational ambidexterity: Antecedents, outcomes, and moderators. Journal of Management, 34 (3), 375-
409. 
Robbins, S. P. (2004). Comportamiento Organizacional (10ma ed.). Pearson.  
Rotondo, D. M., & Kincaid, J. F. (2008). Conflict, facilitation, and individual coping styles across the work and family domains. Journal of 
Managerial Psychology, 23 (5), 484-506. 
Schumacker, R., & Lomax, R. G. (1996). . Mahwah: Lawrence Erlbaum Associates Inc. 
Spector, P. E. (1997). Job satisfaction: Application, assessment, causes and consequences. Thousand Oaks: Sage Publications Inc. 
van Steenbergen, E. F., Ellemers, N., & Mooijaart, A. (2007). How work and family can facilitate each other: Distinct types of work-family 
facilitation and outcomes for women and men. Journal of Occupational Health Psychology, 12 (3), 279-300. 
Wayne, J. H., Randel, A. E., & Stevens, J. (2006). The role of identity and work-family support in work-family enrichment and its work-related 
consequences. Journal of Vocational Behavior, 69 (3), 445-461. 
